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Streszczenie:  Gospodarka światowa ewoluuje w kierunku gospodarki opartej na wiedzy, w której 
sukces rynkowy przedsiębiorstw w coraz większym stopniu zależy od efektywnego zarządzania 
wiedzą, czyli od nabywania, generowania, dystrybucji i stosowania wiedzy w przedsiębiorstwach. 
Ważny strategicznie charakter wiedzy wynika, po pierwsze, z jej trudniejszej imitacji i substytucji w 
porównaniu z zasobami materialnymi, a po drugie, z jej większej elastyczności, tj. przydatności do 
tworzenia lub doskonalenia różnych elementów oferty przedsiębiorstwa. Wiedza jest postrzegana 
obecnie jako zasób strategiczny przedsiębiorstwa i jako taki powinna podlegać stałej identyfikacji, 
pomiarowi, pozyskiwaniu, rozwojowi, wykorzystywaniu i ochronie. Innymi słowy, powinna podlegać 
odpowiednim procesom zarządzania. 
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Abstract: The global economy is evolving towards a knowledge-based economy where the market 
success of enterprises increasingly depends on effective knowledge management, i.e. on acquir-
ing, generating, distributing and using knowledge in enterprises. The strategically important charac-
ter of knowledge results from the fact that: first, it is more difficult to imitate and substitute com-
pared with physical resources; and second, it is more flexible, i.e. useful in creating or improving 
various elements of the offer of an enterprise. Nowadays, knowledge is perceived as an enter-
prise's strategic resource and as such  should be subject to constant identification, measurement, 
acquisition, development, use and protection. In other words, it should be subject to the appropriate 
processes of management. 
 






The increasing importance of knowledge for  enterprise management is 
mainly created by very rapidly growing amount of knowledge, radical changes 
in technological knowledge, increasing globalisation driven by the growth in 
modern information technologies, and constant changes in the political, eco-
nomic and social environments of the modern world. The above-mentioned 
changes make enterprises face challenges connected with the necessity of 
constant learning. Apart from performing traditional tasks, enterprises have to 
acquire and process knowledge and use it appropriately  in practice. The con-
sequence of such changes is the transformation of modern enterprises into 
knowledge-based organisations, i.e. those with an internal structure focused on 
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the creation of added value based on the effective use of knowledge1. 
Knowledge-based organisations, usually called learning or intelligent organisa-
tions, shift their attention in the process of  enterprise management from physi-
cal resources to immaterial resources. It is immaterial resources, in the form of 
patents, trademarks, utility models, know-how, expert knowledge of employees, 
motivation systems or developed forms of team work, that create the sources 
for building a competitive edge in modern enterprises. 
 
 
The concept of an intelligent organisation in a management system 
 
Characteristics of intelligent organisations include: a clear vision and de-
velopment strategy, organisational structures supporting learning, an organisa-
tional culture and way of operation based on values reinforcing continuous 
learning, attachment to constant improvement of existing processes, treatment 
of human resources as the most important resource of an organisation, con-
stantly redefining processes, an implemented system for managing employees' 
performance, an implemented programme for managing competences, task 
teams comprising carefully selected employees, gathering and using infor-
mation, constantly implementing new technologies, treatment of leadership as 
the key competence of an organisation, a high capability to make changes, 
systematically solving problems, learning from past experiences, learning from 
others' experiences, and the effective diffusion of knowledge in an organisa-
tion2.  
An intelligent organisation smoothly modifies and adequately modifies its 
performance to the acquired knowledge and changes in its environment. Spe-
cialised processes connected with knowledge creation, generation and transfer 
that take place in such an organisation make it easier for all its members to 
learn. Apart from that, an intelligent organisation is one in which the following 
actions are performed:  
 systematic problem solving;  
 systematic research, testing of new knowledge, looking for new ways of 
problem solving; 
 learning from previous experiences;  
 learning from others;  
 a fast and effective transfer of knowledge3. 
Based on the study of academic literature, it has been accepted that an 
intelligent organisation is an organisation that fulfils the following conditions: it 
has a formalised development strategy with defined long-term development 
goals and ways to achieve them; it has a formalised policy for human re-
sources management, and it shares knowledge with its environment. 
                                                          
1 M. Morawski, Zarządzanie wiedzą, kapitałem intelektualnym, talentami - wzajemne relacje, Prace 
Naukowe Uniwersytetu Ekonomicznego we Wrocławiu 340/2014, pp. 747-758. 
2 E. Tabaszewska-Zajbert, Teaching organization a inne modele organizacji opartej na wiedzy-człowiek  
i wartości, Prace Naukowe Uniwersytetu Ekonomicznego we Wrocławiu 340/2-14, pp. 799-810. 
3 B. Kaczmarek, Tworzenie organizacji inteligentnej jako nowej wartości firmy, Zeszyty Naukowe Uniwer-
sytetu Szczecińskiego, “Finanse. Rynki finansowe. Ubezpieczenia” T. 1, Nr 64/2013, pp. 157-162. 
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Table 1. Selected definitions of an intelligent organisation 
Item Definition Source 
1 The concept of an intellectual organisation is 
aimed at improving the effectiveness and 
efficient operation of an organisation. An 
organisation of this type has to constantly 
adapt itself to new situations, create and 
introduce modern concepts, continuously 
analyse its weaknesses and strengths and 
treat mistakes as a challenge to constantly 
improve  
its work.  
A. Martensen, J.J. Dahlgaard, 
Strategy and planning foe 
innovation management – 
supported by creative and 
learning organisations, „Inter-
national Journal of Quality & 
Reliability Management” 1999,  
no 9, p. 880. 
2. An intelligent organisation doesn't have to be 
large, but it has to have intellectual resources 
that are hard to copy, and be able to shape 
changes in advance.  
M. Romanowska, Kształtowa-
nie wartości firmy w oparciu  
o kapitał intelektualny,  
in: Systemy informacji strate-
gicznej. Wywiad gospodarczy 
a konkurencyjność przedsię-
biorstwa, edited by 
R. Borowiecki, M. Romanow-
skiej,  
Difin, Warszawa 2001, p. 302. 
3. An intelligent organisation has to fulfil the 
necessary conditions for knowledge acquisi-
tion: creativity, openness, managers' person-
al effectiveness, use of systems thinking, 
capability to learn and intuition.  
After: K., P. M. Zimniewicz 
Senge i jego piąta dyscyplina, 
Wydawnictwo Akademii Eko-
nomicznej, Poznań 2003.  
pp. 111-113. 
4. The ideal of an enterprise of the future is an 
intelligent organisation which is an intelligent 
innovator, for which intellectual capital is the 
main element of competitiveness. An intelli-
gent organisation should be treated as the 
higher form of a learning organisation, mean-
ing that an enterprise cannot be called intelli-
gent if it didn't function earlier in the form of a 
learning organisation. 
S. Marek, M. Białasiewicz 
(ed.), Podstawy nauki o orga-
nizacji. Przedsiębiorstwo jako 
organizacja gospodarcza,  
Polskie Wydawnictwo Ekono-
miczne, Warszawa 2011, 
p. 63. 
5. An intelligent organisation is created on the 
basis of a learning organisation and is per-
ceived as an organisation that strives to grant 
cognitive competences to all its members. If 
we limit ourselves to the market perspective, 
granting cognitive competences to the partic-
ipants of an organisation involves allowing 
them to establish goals and take decisions 
regarding the shaping of such assets of an 
organisation as: innovativeness, ability to 
control through the factor of time, flexibility, 
quality and cost effectiveness.  
E. Masłyk-Musiał, A. Rakow-
ska, E. Krajewska-Bińczyk, 
Zarządzanie dla inżynierów, 
Polskie Wydawnictwo Ekono-
miczne, Warszawa 2012,  
pp. 147-148 
Source: own work.   
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The concept of an intelligent organisation is a relatively young concept of 
modern enterprise management, created as a response to constantly increas-
ing competition, the fast pace of technology development and dynamically 
changing conditions of management. It is characterised by strong sensitivity to 
signals from the environment and the ability to react quickly and correctly. It 
also has to be able to learn, acquire knowledge from its environment and de-
velop it within a company through improvement of its employees and process-
es. By constantly learning, an intelligent organisation acquires knowledge, 
which allows it to stay ahead of those companies that learn more slowly or 
don't learn at all4. 
The concepts: "knowledge-based economy", "learning organisation", "in-
telligent organisation" or "knowledge management" became widespread in 
economic sciences, especially in management studies in the 1990s. An enter-
prise that consciously and methodically uses processes of organisational 
knowledge acquisition, processing, sharing, dissemination and implementation 
becomes an "intelligent organisation". Presented below are selected definitions 
of an intelligent organisation.  
The concept of an intelligent organisation has its source in numerous 
concepts of management studies, in particular: an organisation as an infor-
mation system, the concept of a learning organisation, knowledge management 
or intellectual capital of an organisation. Intelligent organisations undergo a con-
stant process of learning which involves observation of their external and internal 
environments, development of the perception of the environment, giving mean-
ings through interpretation and taking action and correcting organisational be-
haviour5.  
Academic literature defines a number of important factors that may be 
conducive to learning in enterprises or rendeingr enterprises more prone to 
learning. They include, among other things: 
 a clear vision of an enterprise with which all the employees identify them-
selves,  
 focus on acquiring knowledge from employees through an appropriate se-
lection of the staff, motivating them for self-improvement, creating opportuni-
ties for development, innovative methods for motivating the staff or compre-
hensive systems for human resources development; 
 power decentralisation understood as a participatory model of a decision-
making process; 
 a flat organisational structure; 
 easy access to knowledge through available and user-friendly systems of 
knowledge management, 
 an organisational culture that is conducive to information and knowledge 
sharing; 
                                                          
4 A. Korombel, Bariery przekształcania przedsiębiorstw w organizacje inteligentne w polskiej praktyce 
gospodarczej, “Organizacja i Zarządzanie” 3 (23) 2013, pp. 45-55. 
5 D. Jelonek, Wybrane problemy zarządzania wiedzą i kapitałem intelektualnym w organizacji, Sekcja 
Wydawnictw Wydziału Zarządzania Politechniki Częstochowskiej, Częstochowa 2012. 
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 project management and team work6. 
In alliance, these factors form a set of characteristics distinguishing an 
intelligent organisation which has a clearly articulated and widely shared vision 
of its development, a flat and flexible organisational structure based on team 
work which bases its organisational culture on standards and values that are 
conducive to organisational learning, where people are treated as the key crea-
tive factor, and the basic functional strategy is a policy for managing human 
resources.   
 
Managing an intelligent organisation with particular reference to a system 
for managing human resources - a case study  
 
The study was conducted in three enterprises from the services sector, 
operating within the area of the Silesian Voivodeship and functioning as intelli-
gent organisations as part of an economic and legal consortium. The criterion 
for identifying enterprises was a practice typical of an intelligent organisation, 
i.e. a practice that strengthens organisational learning processes to build a 
competitive edge7. Enterprises were selected in such a way as to ensure that 
their practices are complementary to each other and form a methodology of 





















Fig. 1. A methodology of knowledge management, Source: own work. 
 
                                                          
6 W. M. Grudzewski and I. K. Hejduk, Przedsiębiorstwo przyszłości. Zmiany paradygmatów zarządzania, 
“Master of Business Administration” 19.1.2011,  pp.  95-111. 
7 Z. Malara, Sukces przedsiębiorstwa a społecznie odpowiedzialne zarządzanie. Kontekst pracowniczy, 
“Zarządzanie i Finanse” Nr 4.1/2013, pp. 183-199. 
1. Knowledge management strategy 
4. ICT solutions 
3. External relations solutions 
2. Human resources manage-
ment solutions (including in 
the areas of: 
 policy for training courses 
and evaluating employees’ 
competences 
 remuneration and motivation 
policy 
 recruitment policy) 
Information 
flows 
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The sampling technique was a thorough analysis of the transcription of 
in-depth interviews and identification of a good practice understood as 
a universal mechanism for creating a competitive edge for the development of 
an enterprise as an intelligent organisation. Also, a scenario of an individual in-
depth interview was developed. Respondents of the interview were managers 
of the enterprises analysed. The study was conducted in November and De-
cember 2014. It was carried out using the technique of direct questionnaire 
interviews by means of a paper questionnaire.  
Since the information flow between the process of strategic management 
and the information systems is two-way in nature and fundamental for infor-
mation flow across an enterprise, gathered and processed knowledge is used 
in the process of management. At the same time, the strategy of knowledge 
management precisely defines what information will be gathered and for what 
purpose knowledge is gathered and used. In the strategic area, this knowledge 
is oriented towards two specific processes of management: management of 
human resources and knowledge management8.   
We can thus say that the fundamental elements of knowledge manage-
ment are: an appropriate strategy and modern information technologies where 
knowledge resources are gathered, processed, shared and improved in ac-
cordance with the development needs of an enterprise. These two elements 
strongly determine effective management as part of a general strategy of 
knowledge management and human resources management9.  
The subject of the study conducted were practices in human resources 
management which have a fundamental impact on knowledge creation and 
transfer in an enterprise. The enterprises selected for analysis employ from 30 
to 50 people and have operated for over ten years in the sector of legal ser-
vices. Clients of these enterprises include individuals engaged in economic 
activities, companies and other entities requiring continuous legal assistance.  
As part of the continuous legal services provided to their clients, employ-
ees of these enterprises become familiar with the specificity of the business 
activity of their clients, internal organisation of their companies, and specific 
problems connected with functioning in a given industry. As part of the conti-
nuous legal services, enterprises offer: 
 providing legal advice and consultancy connected with current operations 
of clients,  
 preparing legal opinions,  
 providing opinions and drawing up agreements, charters and statutes,  
 editing preparatory letters, judicial documents and other documents con-
nected with proceedings before a court, administration organs and social 
institutions, 
 preparing tender documents, 
 representing clients in disputes with debtors, 
                                                          
8 E. Skrzypek, Kreatywność a zarządzanie wiedzą, Zeszyty Naukowe Małopolskiej Wyższej Szkoły 
Ekonomicznej w Tarnowie 1 (24), Tarnów 2014, pp. 175-188. 
9 Ł. Sułkowski, W poszukiwaniu paradygmatu zarządzania zasobami ludzkimi, “Zarządzanie Zasobami 
Ludzkimi” Nr 3-4/ 2014, pp. 79-90. 
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 representing clients before a court, administration organs and in cases be-
fore enforcement authorities, 
 handling staff-related matters, 
 collecting debts. 
Additionally, as part of providing services to commercial enterprises, the 
enterprises analysed perform the following tasks:  
 the setting up and registration of commercial enterprises, 
 registration of changes in the National Court Register (KRS), 
 dissolution and liquidation of companies, 
 transformations, divisions of companies, 
 reorganizations of economic entities, 
 legal analyses and opinions for economic entities. 
The enterprises analysed grew thanks to a strategy of continuous im-
provement. The work performed as part of legal services provided by these 
enterprises is unique and constitutes new challenges, and its specificity deter-
mines the directions of learning of enterprises. The strategy of knowledge 
management is not a separate policy, but  is part of the overall development 
strategy of an enterprise and is mainly based on a unique system of training 
courses. Knowledge management combines various aspects of a company's 
activity. The strategy of knowledge management is implemented by an enter-
prise's managerial staff, and there is no need for this function to be concentrat-
ed in one position or to create a separate position connected with knowledge 
management.  
Knowledge creation and acquisition is subject to the specialised legal 
services provided by the enterprises analysed. Individual tasks as part of the 
legal services vary in terms of the specificity of knowledge requirements. The 
enterprises developed an organisational routine, which consists of the automat-
ic use of managerial tools and managerial knowledge to quickly define and fill 
in gaps in the knowledge required to perform a new task. Organisational learn-
ing in the area of external knowledge flows is adjusted to the requirements of 
specific tasks connected with the provided legal services. However, the enter-
prises do not limit themselves to the current needs of a given task, but  also 
invest in knowledge that can be used in possible future tasks.   
Organisational learning in the area of internal knowledge flows is based 
on team work within organisational structures of performed tasks. The fact that 
teams are not a permanent structure, as their composition changes depending 
on the competences needed for a specific task, is conducive to continuous 
exchange and the supplementing of knowledge in an organisation10. 
The enterprises examined value their employees most for their expertise, 
effectiveness, loyalty, willingness to learn and develop, and intellectual fitness. 
The main competitiveness factor of these enterprises is the high quality of the 
services they provide, which is however not possible without the staff's further 
learning and continuous improvement of competences. That's why the compa-
nies put much emphasis on a training policy. Training programmes constitute a 
                                                          
10 J. Karpacz, Orientacja organizacji na uczenie się a zmiana rutyn, Prace Naukowe Uniwersytetu Eko-
nomicznego we Wrocławiu Nr 340, Wrocław  2014, pp. 712-725. 
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particularly important element of the development strategy of enterprises func-
tioning in a turbulent environment and implementing various projects. 
The main reason for implementing such a policy is the fact that it is di-
rectly linked to the enterprises’ development strategy based on the continuous 
diversification of services to meet the specific requirements of clients. Compar-
ison of the development directions of the enterprises with assessed knowledge 
levels enables identification of knowledge gaps, i.e. the difference between the 
knowledge that is possessed and one that is needed to achieve goals, and 
based on that, proposals for training courses are submitted. The capability to 
precisely identify these gaps is a very important element of the practice of 
knowledge management. The development potential of an enterprise is based 
on its ability to assess knowledge that the company needs to effectively oper-
ate and perform further tasks. Another important element is to smoothly fill in 
identified knowledge gaps - an area in which the company also developed a 
very good practice. The enterprise has a functional database of companies 
running training courses, expert institutions and experts. Knowledge about who 
and how, can help to fill in knowledge gaps is another necessary competence 
in an enterprise's organisational learning. 
An example of the link between the enterprise's training policy and de-
velopment strategy was the latest diversification of its offer aimed at providing 
services to trading companies. It became necessary to have a cycle of special-
ist training courses organised for the staff to fill in competence gaps in this new 
area.  Knowledge is necessary for obtaining and delivering new, diverse or-
ders. This is a good practice for building a company's competitiveness11 on the 
basis of cognitive capabilities, i.e. acquiring new knowledge. 
The starting point was to assess the already identified gap in the 
knowledge of the enterprise. Such a gap can be strategic or operational in na-
ture. An example of a strategic gap was a knowledge gap in the area of ser-
vices to be provided to commercial companies. This gap was assessed in con-
nection with the strategic decision to extend the offer of the enterprises to in-
clude this service. In this case, the gap is assessed by comparing the total 
state of broadly understood knowledge in the enterprise with the knowledge 
that is necessary to implement the planned strategic development of the enter-
prise. This requires openness to the company's business environment and a 
readiness to constantly increase the level of knowledge and skills. On the other 
hand, assessment of an operational gap consists of comparing the possessed 
knowledge with knowledge that is required by the specificity of a new service 
as part of the existing offer. In this case, the necessity of possessing specific 
knowledge is analysed as well as the potential directions of the evolution of the 
knowledge already possessed by the company. Thanks to the ability to quickly 
assess knowledge gaps and fill them in with the necessary knowledge acquired 
during properly selected training courses, the company can provide new, high 
quality services. 
                                                          
11 B. Skowron-Grabowska, Procesy innowacyjno-konkurencyjne w strategiach przedsiębiorstw, “Prze-
gląd Organizacji” Nr 6/ 2013, pp. 13-18. 
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The most important factors conducive to the implementation of a training 
policy include: 
 a strong connection between the company's training policy and develop-
ment strategy, emphasis on quality increase by improving the staff's com-
petences and knowledge,  
 a willingness and ability to efficiently develop a routine of assessing and 
filling in current knowledge gaps, 
 adoption of a model of an open exchange of knowledge while performing 
tasks across different project teams and knowledge sharing, which is the 
key success mechanism for this practice, allowing knowledge to remain in 
the organisation even after experts have departed,  
 creation of a database of available external knowledge, 
 careful assessment of both individual training courses and the whole pro-
cess of developing a training policy.  
The most important limitations of a training policy faced by the enterpris-
es included: 
 an insufficient degree of communication among employees,   
 financial constraints, 
 constraints connected with the  availability of expertise. 
The implementation of an effective training policy requires that it is care-
fully adjusted to an enterprise's strategy of development. The implementation of 
a training policy gave the companies the following main benefits: 
1. Improvement of the process of strategic development of the enterprise. 
The training policy implemented in a company has a significant impact on 
the development of an enterprise, mainly in terms of the development of 
its intellectual capital and improvement of the staff's competences.  
2. Gaining full awareness of the already possessed competence potential 
and knowledge, which allows the enterprise to quickly take strategic deci-
sions regarding offering new services.  
A training policy provides two specific solutions typical of an intelligent 
organisation and a tool to fill in the gaps in an enterprise's knowledge. The 
ability to precisely define such gaps, gathering knowledge on how these gaps 
can be filled in and an internal exchange of knowledge between the staff con-
stitute an example of the good practice of a learning organisation.   
Knowledge management is an open process of acquiring and using 
knowledge. This process has a character of repeating cycles, which - through 
the use of managerial solutions - lead to the increase in knowledge that is use-
ful for an enterprise's strategic development. The enterprises analysed, due to 
the type of their economic activity and the type of the strategy implemented, 
use strategic management tools which are solutions characteristic of an intelli-
gent organisation, in the conditions of an enterprise's growth, more as a form of 
prevention than a therapy. In all the enterprises analysed, these implementa-
tions resulted fromthe  proactive behaviour of the managerial staff and have 
never been connected with a situation of an internal or external crisis. 
The enterprises analysed can be defined as intelligent organisations, as 
they fulfil all the conditions required to be classified as an organisation of this 
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type, i.e. they have a formalised policy for managing staff and a formalised 
strategy of development.    
It is also worth noting that the intelligent organisations analysed do not 
attach too much importance to competitiveness factors, which may be due to 
the fact that intelligent organisations are more aware of the conditions of their 
competitive environment because they have more comprehensive information 
about this environment. It should be stressed that the competitiveness of these 
enterprises as intelligent organisations is mainly determined by: the use of 
promotions and other marketing tools, constant development, offering new 
services and a network of offices. However, intelligent organisations focus 
mainly on the development of their human resources capacity in their strategies 
of acting.  
In all areas of the policy of managing human resources, intelligent organ-
isations are characterised with a significantly higher degree of formalisation of 
operations compared to other organisations. Motivation and remuneration poli-
cies are most formalised12. 
Respondents to whom questionnaires were sent indicated leaders and 
the mechanism of democratic leadership as the key internal factors that moti-
vate enterprises to learn. Democratic leadership understood as a social mech-
anism for influencing employees creates a levelling of the organisational struc-
ture, emphasizes team work and shapes the organisational culture based on 
trust and information exchange.   
The intelligent organisations surveyed have strategic positions responsi-
ble for preparing, implementing and monitoring the development strategy of the 
enterprise.   These organisations make extensive use of various recruitment 
methods, with reference to both strategic and other employees. To recruit stra-
tegic employees, they use the services of external consultancy firms, cooperate 
with universities13, take over entire teams of employees from other entities and 
use employee leasing. 
The intelligent organisations analysed appreciate the importance of peri-
odic assessments of employees as a tool of the staff management policy, and 
the remuneration systems used by these organisations are, according to the 
respondents, definitely motivating, available and transparent for employees as 
well as flexible.   
As far as the solutions used as part of the motivation system are con-
cerned, the intelligent organisations stress that they award their employees for 
coming up with new ideas and improving their competences. The employee 
competences that are most desired by intelligent organisations include two very 
important psychosocial competences that are conducive to the development of 
intelligent organisations, i.e. the ability to work in a team and  a willingness to 
constantly learn and develop.   
                                                          
12 B. Urbaniak, Zarządzanie różnorodnością zasobów ludzkich w organizacji, “Zarządzanie Zasobami 
Ludzkimi” 2014, Nr 3-4 (98-99); Przeszłość, teraźniejszość, przyszłość ZZL w  Polsce (The past, present, 
and future of HRM in Poland), 2014, pp. 63-78. 
13 B. Nogalski, A. Szpitter, and M. Karlikowski, Wykorzystanie doświadczeń metodycznych doradztwa 
naukowego w rozwiązywaniu problemów przedsiębiorstwa, Zeszyty Naukowe, Uniwersytet Ekonomiczny  
w Poznaniu Nr 238, Poznań  2012, pp. 59-66. 
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According to the respondents, the most important knowledge resources 
in the activity of an enterprise are: knowledge about the current and future 
needs of clients and new technologies. Important for intelligent organisations 
are: new technologies, knowledge that allows them to have innovative services, 
knowledge about processes taking place in their company, employees' compe-
tences and specialist knowledge acquired during training courses. The results 
obtained in the study indicate that intelligent organisations are technologically 
oriented and better adapted to challenges of the knowledge-based economy 
where the key factor of competitiveness is a fast access to knowledge and the 
possibility of using it. 
For intelligent organisations, the knowledge acquired and processed is 
useful both in operational and strategic management. The enterprises analysed 
regard acquired information as particularly useful in strategic management, 
which may mean that they have developed a particularly effective mechanism 
for using information acquired from outside for the needs of strategic manage-
ment14. 
As the study has shown, for a system of knowledge management in an 
enterprise to function properly, the knowledge management strategy doesn't 
have to constitute a separate element of the overall development strategy of 
the company, but company managers should be highly aware of its importance, 
as it is a necessary element in knowledge management. The same refers to 
the ability to identify a knowledge gap, which suggests the existence of a clear-
ly defined system of knowledge management and its effective functioning 
through the use of various solutions to assess currently possessed knowledge 




It seems that in the current economic reality, in which knowledge is be-
coming an increasingly important factor for competitiveness, assimilation of the 
characteristics and principles of functioning of intelligent organisations is inevi-
table. An important factor in stimulating enterprises to adapt the characteristics 
of intelligent organisations is the popularisation of knowledge about intelligent 
organisations and providing examples of good practices of enterprises that 
already function in the model of intelligent organisations. The most desirable 
competences of employees that are conducive to the development of intelligent 
organisations include the ability to work in a team and a willingness to learn 
and constantly develop, as well as the ability to share knowledge, openness to 
people, communicativeness and creativity.    
Intelligent organisations use solutions appropriate for a knowledge man-
agement strategy in the conditions of the knowledge-based economy, including 
appointing a particular person responsible for gathering, processing or using 
information acquired from outside, assessing knowledge gaps, using balanced 
methods for strategic control and greater accessibility of codified knowledge, 
                                                          
14 J. Lichtarski, Kilka refleksji o konsekwencjach przełomów w zarządzaniu i ich rozpoznawaniu, „Prze-
gląd Organizacji” Nr 3/ 2011, pp. 12-15. 
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showing at the same time the need to constantly increase knowledge and skills 
in the area of improving existing tools and changing the conditions in which 
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